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PREFACE

This two-volume Manual provides information employment and training
agencies can use 1n .

l. developing and operating client assessment programs (Volume 1); and

2. identifying, adapting or developing special assessment technigies for
severely disadv antaged clients {for whom widely available standard assess-
ment tools, such as the General Aptitude Test Battery [GATRB), may be
mappropriate) (Volume {[).

Although the two volumes are meant to be used together, they may in some
cases have independent value, e.g., for planning an assessment program for
which the speciric techniques have already been identitied or for a research use
ol assessment techniques where application in a practitioner setting is not
required. '

Volume I: Introduction to Assessment Program Development has three sec-
tions: an introduction describing recent trends in client assessment for employ-
ment and training agencies, presenting some background about the Manual,
and giving some basic caneepts about client assessment; a section on current
practices in employment and training agencies, including some detailed
descriptions of existing assessment programs; and a discussion of assessment
program development, including a conceptual model of assessment and a plan-
ning chechlist tor program developers, Volume | also contains an appendix
listing information resources for assessment program development.

Volume [1: Assessment Techniques begins with a brief review of standard
dssessment teehiniques, such as the GATB and Strong-Campbell Interest Inven-
tory, devices now widely used in eniployment and training agencies. Then a
catalog is given of special assessment techniques, each entered in capsule form
using a standard description format. Volume 11 also contains two appendices:
(A)a chart listing special devices available for assessment of seriously disad-
vantaged persons; and (B) information resources regarding assessment of the
disabled.

This twovolume Manwal is designed principally for use by employment and
training agency personnel responsible for des eloping and operating assessment
programs: other agency staft involved with these programs: and administra-
tors of local agencies who have (o make the larger decisions about assessment
and how it should fit into the rest of their service delivery operation. The
Vanual mav be of secondary, but in some cases important, interest to
researchers and policy makers, and also to persons concerned with assessment
i other service delivery settings (e.g., vocational rehabilitation agencies). It
should be of direct value 1o persons working in client assessment programs tor
employment g, o trarming services that are attached to educational institutions

OF AReNnCIes. v



I. STANDARD ASSESSMENT TECHNIQUES
FOR EMPLOYMENT AND TRAINING AGENCIES

Emphasis of this Section

In this section, a brief description is given of standard measures of work-
related aptitudes, interests, attitudes and personality characteristics. The sec-
tion is short because primary information about these instruments is readily
available elsewhere. The instruments mentioned here, however, are among
some of the best validated psychological tests in existence, and they have broad
utility in employment and training settings. Whea clients have the required
reading ability, adequate prior experience with tests, and are not significantly
handicapped by test anxiety or negative attitudes, the instruments described
here may be excellent choices. Certainly they need to be considered as alter-
natives, even in programs serving primarily—but not exclusively—severely dis-
advantaged clients for whom these instruments would not be appropriate.

Not described in this section are paper-and-pencil and projective test mea-
sures of psychopathology, such as the Minnesota Multiphasic Personality
Inventory (MMPI) and the Rorschach. In the writer’s judgment, these clinic-
ally based test instruments are inappropriate for all but a very few employ-
ment and training agency assessment programs. If a significant focus of the
employment and training agency is on clients who are or were mentally dis-
turbed (e.g., ex-mental-hospital patients), then such instruments might be
valid parts of an assessment program. ln/such instances, assessment would
need to be planned for, and conducted in‘close coordination with, a clinical
psychologist or other professional appropriately skilled in the administration,
scoring and interpretation of such clinical diagnostic instruments. These appli-
cations are beyond the scope of this Manual, although references are provided
in the appendix of Volume | that would be useful for designing such a psycho-
pathology-oriented assessment program.

Brief Review of Standard Assessment Techniques

United States Employment Service. The history of the U.S. Employment Ser-
vice's occupational test-development program is well documented in their Test
Reseurch Report No. 31 (US DOL., 1977a). This publication gives the rationale
behind the entire USES test-development program and aiso provides descrip-
tions of the major instruments now available from USES:

® The General Aptitude Test Battery (GATB) measures the vocational apti-
tudes of individuals who have basic literacy skills but need help in choosing
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an oceupation. It consists of 12 tests measuring 9 vocational aptitudes. A
Spanish edition is also a\'ailéb!e (see below). The CATB was published in
1947 after extensive occupational validation and factor analytic studies con-
ducted during the 19308 and 19405, This research program has continued
through the present and is described in the Manual Jor the General Aptitude
Test Buttery (Section 111: Develppment; US DOL ., 1970a).

® Specific Aptitude Test Batteries (SATBs) measure the potential of ing}ivid-
uals to acquire skills required for a specific occupation. SATBs are conibina-
tions of two, three or four GATB aptitude subtests, with associated ¢htting
scores derived from research relating test scores to successful perfGrmance
in the given occupation. More than 450 SATBs have been developed to date
(US DOL., 1970a).

® Clerical Skills Tests measure proficiency in typing, dictation and spelling to
determine qualifications for clerical jobs. Content validation was chosen as
the primary validation strategy for demonstrating job-relatedness, since
these tests are work samples.

Essential knowledge and skills needed in typing, secretarial and steno-
graphic jobs are sampled in the typing and dictation tests through the use of
letters taken from actual correspondence in various industries. Contents of a
general spelling test, a statistical typing test, and medical and legal spelling
tests were also chosen to sample essential knowledge and skills needed in
performing these clerical tasks. Detailed information on the validity, reli-
ability and standardization of these tests on appropriate samples of
employed workers is in the Manual for USES Clerical Skills Tests (US DOL,
1976).

® A revised /nterest Check List, oriented to the new Department of Labor
Guude for Occupational Exploration, has been developed for use in obtain-
ing information on the range of occupational interests of a counselee. It
consists of 20 work activity items selected to reflect jobs in each of 66 work
groups representing 12 major interest areas described in the Guide for Occu-
pational Exploration.

® The Bateria de Examenes de Aptitud General (BEAG) is a Spanish edition
of the GATB, designed for use with Spanish-speaking applicants. Studies
comparing GATB and BEAG scores and a nationwide operational tryout of
the new battery have been undertaken by USES. Test materials an4 a manu-
al (US DOL.. 1977b) now ar+ available for use by state Employment Services
having Spanish-speaking applicants.

Research by USES is under way to develop an interest inventory oriented
toward the tourth edition of the Dictionary of Occuparional Titles and to the
new Guide for Occupational Exploration (a supplement to the DOT). The

2
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USES Interest Inventory will consist of job activities, occupational titles and
lite experience 1ems. There will be 12 scales which will correspond to 12 inter-
est areas into which fourth edition DOT occupations have been classified in
the Gude for Occupational Exploration. Tied in with this test-development
activity is a revision of the USES /nrerest Check List. The design of these
research activities is reported in Droege & Hawk (1977) and Droege (1978).

In other ongoing research, alternate forms of the GATB are being devel-
oped, SATBs are being revalidated on minority populations (thus making these
USES instruments more usetul with severely disadvantaged populations), and
there is an entire USES research effort directed toward the development of
original test instruments intended for use with the severely disadvantaged (see
Section 1D,

Strong-Campbell Interest Inveniory. This test is described in detail in its test
manual (Campbell, 1974) and also in Buros' Eighth Mental Measurements
Yearbook. The best validated v ocational interest test in existence, the Strong-
Campbell has brozd utility for determining areas of occupational preference
tor individuals who are able to complete it validly. It often may be used in con-
junction with an aptitude test, such as the GATB, to provide a great deal of
specitic informanon useful tor vocational counseling and in making training
or placement decisions.

Other aptitude, interest and personality tests, A large range of occupationally
related assessnient instruments have been used in employment and training se-
tings. A few of the most frequently employed tests are the Kuder Preferance
Record, Minnesota Vocational Interest Inventory, Bennett Mechanica! Com-
prehension Test, Flanagan Aptitude Classification Test, Wechsler Adult Intel-
ligenee Scales, Edwards Personal Preference Schedule, and Sixteen Personali-
tv Factor Questionnaire. Appendix B may be consulted tor details on how to
acquire more information about such techniques, most of which are readily
available throug commercial test publishers.

II. SPECIAL ASSESSMENT TECHNIQUES
FOR THE SEVERELY DISADVANTAGED: A REVIEW

Emphasis of this Section

The need tor special assessment devices tor severely disadvantaged individuals
in local emplovment and training agencies is by now well known, and it seems

3



almost incredible that traditional paper-and-pencil tests continue to be used.
Yet tests such as the GATB. Strong-Campbell Interest Inventory, Edwards
Personal Preference Schedule, and Minnesota Multiphasic Personality Inven-
tory (MMP1) do continue to be used—inappropriately—with seriously disad-
vantaged persons in many client assessment programs. This chapter is designed
to present a catalog of alternatives tor severely disadvantaged populations.
Some were created specitically tfor use in employment and training agencies;
others were not, but appear to have potential for adaptation.

Disadvantaged individuals trequently have had little exposure to traditional
" paper-and-pencil tests; reading and arithmetic abilities may be limited. To the
extent that *‘test wiseness'' and numerical or reading skills are important in
test performance, scores on a test like the GATB may suffer—but these handi-
caps to test performance may or may not be tactors that would also hinder job
performance. It an examinee cannot read and understand test directions or
individual items, he will pertorm poorly regardless of his real capacity on the
aptitude being measured. Test performance will predict job success, however,
only if (a) the person really s low on the aptitude under consideration or (b)
reading skills themselves are important to job performance. Thus, a potential
auto mechanic who is functionally illiterate may perform quite poorly on a
paper-and-pencil test of numerical reasoning, not because he or she lacks the
capacity the test is intended to measure, but rather because the mode of assess-
ment does not permit his or her characteristics to be tapped in a relevant man-
ner. ltis ironic that, with some exceptions, the greater the nezd of the client for
employment and training services, the /ess usetul is the GATB for assessment,
since tne most pervasive characteristic of cultural disadvantagement is educa-
tional deficiency.

The Strong-Campbell Interest Inventory and the MMPI present similar
kinds of problems in terms of item content, format and directions, and so
forth. On all such tests, there is great difficulty in obtaining valid and mean-
ingtul results (on a test designed tor and normed on individuals of high-school
literacy) when the test is administered to disadvantaged individuals of fourth-
grade literacy who cannot understand halt the words on the test. At the very
least, when instruments designed for a high-literacy subject population are
apphed to a low-literacy vne, every measure becomes in part a test of vocabu-
larv and reading skills alone. Those who do well are reasonably literate and, in
addition, may rank high in the characteristic being measured (assuming test
validity with appropriately literate subjects). Those who score low may be low
on the ability which the test purports to measure, in reading skills, or both.

On nterest and personality inventories, where there are no right or wrong
answers in the traditional sense, the results can be even more ambiguous. In
short, if an examinee cannot understand a test item or test direction, he or she
cannot be expected to respond meaningtully. Tae problem is compounded by
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Examples from standard aptitude, personality and interest tests that would
present similar problems to culturally disadvantaged subjects couid be given
by anyone who browses through these instruments.

Some of the shortcomings of traditional paper-and-pencil tests, briefly sum-
marized, are as follows:

e Most traditional paper-and-pencil tests are similar to classroom examina-
tions with which many seriously disadvantaged persons have a history of
failure, and which, therefore, may make them feel anxious and uncomfort-
able.

e Many of these tests have written directions at a rather high reading level
which must be understood by the testee if measurements are to be valid.

¢ Individual test items also may be at a relatively high reading level and may
reflect cultural content of which the disadvantaged have little knowledge.

e [tem content of tests designed for children but administered to disadvan-
taged adults may be simple enough in reading level but uninteresting or
insulting. This can greatly damage motivation to perform.

e Many severely disadvantaged persons have limited experience with tests of
any kind and so do not have the ‘‘test wiseness’’ important to yielding test
results that fairly estimate characteristics / capabilities.

e Many tests do not seem to bear any significant relationship to the individual
characteristics pertinent tc job success for most of the jobs the disadvan-
taged will be seeking.

The rest of this section presents descriptions of several dozen assessment
techniques that may be useful in assessment programs for local employment
and training agencies which serve significant numbers of the seriously disad-
vantaged. Before moving to a description of how this catalog of assessment
techniques is organized and presented, it is first necessary to offer several cau-
tions about how this information should be used. One is that, as mentioned
above, almost any employment and training agency will serve some clients who
are not significantly enough disadvantaged that they cannot be assessed well
with the standard instruments. For those able to complete it validly, the
Strong-Campbell Interest Inventory may be a much better choice than the

6
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vocational interest measures contained in this caralog, Similarly, for subjects-
possessing the required skills and background, the GATR is a highly sensitive
and usetul tool tor appraising vocational aptitudes, Thus, this catalog must

-not_be looked on ds defining the limits for what should be included jn an
employment and training dgency assessment program. Far from it—the instru-
ments included here have their own speciat uses, and limitations, just as the
traditional techniques do.

Another caution has to do with the stage ot development of many of these
instruments. Some, like the NATB, BOLT, and some of the work sample sys-
tens, have been extensively normed and validated with disadvantaged popula-
tions and may be installed in some cases without sigrificant adaptation. Many
other instruments listed here, however, are still in relatively early stages of
"development; some have aot been field tested with seriously disadvantaged
populations at all. In the latter cases, it is imperative that assessment program
developers look on instruments or techniques in this catalog as an inspiration
for ideas, not as a shopping list trom which assessment tools can be selected
and set in place in an assessment program without careful e-. ‘mination, local
norming and validation, and inclusion as a thoughtfully organized part Of an
assessment program,

Adaptation seems to be the name of the game in <eveloping a good assess-
ment program. This reality was already evident in the descriptions of assess-
ment programs presented in Section 11 of the first volume. Tiierefore, the
- der of this catalog should be looking for ideas, for useful components, and
tor assessment devices that fit into the overall context of a carefully designed
program.

Each capsule review here follows a standard format:

® Nrte oF Tesr
® Descriprion—what kind of device it is

¢ FORMAT—item content (sometimes with sample items), administration time,
scoring procedures

® STAGE OF JFVELOPMENT—how and why the test was created, where it has
beer used, what kinds of populations have taken it, and what kinds of nor-
matve, reliability and validiry evidence are available

APPLICATION— A critical evaluation of how the device might be applied in an
employment and training setting

ACCEss—how to get a copy of the assessment device and /or more informa-
tion about it

The availabilits of information to include under these cadings varies, of
course, from device to device. Prices are not given because inflation would

7



make such data invalid before this volume was published.
The catalog has three main seciions:

o puper-and-pencil devices (including aptitude, interest and personality or
attitude measures)

® work sumple systems
® pretesting orientation materials

Presentation is alphabetical by title within each main category.

A very few of the assessment strategies or devices presented in Backer (1972)
have been deleted from this list, such as C'Mahoney’s Self-Concepts Profiling
Technique, and Daane’s Vocational Exploration Groups. The reader is
referred to the earlier publication® for discussions of these two approaches
and also for coverage of topics such as job-man matching and criteria devel-
opment.

i

Catalog of Assessment Techniques

PAPER-AND-PENCIL DEVICES
Tirk ot Test: Adult Basic Learning Examination (ABLE)

DescrIPrion: Measure of basic learning skills, using subject matter drawn from adult
hife

ForMAT: The test includes a vocabulary test, dictated so that no reading is required; an
arithmetic problem-solving test. which can either be dictated or taken in conventional
reading and response format; and a short screening test, called *‘SelectABLE,”’ for use
in determining the most appropriate level of ABLE for each adult applicant. Three
levels of the ABLE battery are available, each geared to a particular educational level.
I evels One and Two require about two hours’ administration time, and Level Three,
about three hours. Scoring can either be by hand or (for Level Three only) through the
publisher’s computer scoring service.

StaGr oF Devietopsent: ABLE was developed to provide a general intellectual apti-
tude screeming tool for use with disadvantaged adults, one that overcomes the tradi-
nionadl shortconung of tests for low reading level involving items geared to children
rather than adults, Bxtensive normative data and a test manual are available from the
publisher although there 1s no mention of the availability of validity data.

*Avatlable trom the Nanonal Techmceal Information Service, U.S. Department of Commerce,
Springhield, VA 22181 Accesaon No, PB.213167/AS.

&



APPLICATION: General screening for determining training needs or placement options
AcCCEss: Available from the Psychological Corporation, New York

Tirie OF Test: Basic (')ccnpalional Literacy Test (BOLI)

DESCRIPTION: Test of basic reading and arithmetic shills for use with educationally dis-
advantaged adults '

FORMAT: On the BOLT, reading skills are assessed by a reading vocabulary subtest and
a reading comprehension subtest; arithmetic skills are assessed by an arithmetic com-
putation subtest and an arithmetic reasoning subtest. The subtests are available at
varying levels of difficulty. The test may be scored either by hand or by using machine-
seoring answer sheets.

STAGE OF DEVELOPMENT: The BOLT was developed to measure aptitudes using test-
item content that is relevant for adults rather than children. The BOLT wide-range

. scale is used to indicate what level BOLT subtest should be administered to a given cli-
ent. In the BOLT manual (1972), detailed information about test development, nor-
mative data, reliability data, and an in-progress validation program are given.

APPLICATION: General screening for determining training needs or placement options

Access: Information on availability of the test, answer sheets and test manual, as
well as the wide-range scale for determination of appropriate BOLT subtests, can be
obtained from state Em ployment Servive offices.

TiTtE OF Test: Biographical Information Blank (BIB)
DescripTION: Brief questionnaire eliciting autobiographical data from the examinee

FOrMAT: The BIB is a questionnaire form containing, in its present stage, 66 items of
biographical information in the following categories: home and family situation—past
and present; high school experiences and perceptions; work history including job turn-
over record; present job responsibilities and obligations; preferences and needs regard-
ing work, the work place and income; life goals and philosophy; self-image; and time
orgameation habits. {tems were specifically constructed for use with subjects reading
on fourth- to sixth-grade levels. Much of the life-history data that BIB requests may be
objectively veritied, discouraging cheating or vonscious distortion. On the other hand,
since there are no right or wrong answers in the traditional sense, those having negative
experiences with tests may be less threatened by the BIB. The BIB can be scored
routinely by clerical personnel using scoring keys developed by the test’s creators.

SraGk OF DevELOPMENT: The BIB was developed under a research contract from the
Department of Labor by Richardson, Bellows, Henry & Company, Inc. (RBH) and has
been used in predicting length of participation in the Job Corps (RBH, 1970) and for
predicting job tenure among Employment Service applicants (RBH, 1971). In a study
completed in 1975, the BIB was used to predict (1) three-month employment tenure

9
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among disadvantaged Empovment Service (ES) applicants who had received no previ-
ous employment and t: 41mng agency services prior to job placement, and (2) comple-
tion of job entry stages umong Work Incentive (WIN) program enrollees. Results of -
this studv indicated that persons scoring higher on the BiB were more likely to remain
employed or to complete job entry on the WIN program at significantly higher rates
than those in the ower score groups. The most recent torm of the BIB was used in a
study by RBH (1879) to determune operational utility of scoring keys developed in the
presiously mentioned work. This study involved administration of the BIB to incoming
WIN registrants in 10 cities. Again, there was a strong vorrelation between BIB score
and WIN outcomes in the participating cities, In this study, it was also found that the
success levels (percent emploved) of the cities which reported actually using BIB scores
in making program decisions were substantially higher than those which did not. In
tact, the average percent employed was almost twice as high for the **use cities.”

The 1979 RBH report concludes by recommending that WIN use BIB to help identify
persons most likely to Rreak out of the welfare cycle if WIN assistance is provided. A
scoring key developed through the RBH research is recommended for this purpose.

In the various research reports mentioned in this ‘description, substantial evidence
about the reliability and validity of the BIB is available, along with some normative
data, ‘o ’

Apprication: RBH advised the use of the BIB as a tool for identifying those most likely
to benefit from services in WIN programs; by analogy, other seriously disadvantaged
employment and training agency applicants could be identified using such a system.
However, there are still some problems with the BIB that employment and training
agencies would need to consider carefully before making operational use of the instru-
ment at this time,

First, there was evidence, from RBH's own research, of reluctance by a number of
the experimental participating vities in their 1979 study to use the BIB as a part of the
service process. Clearly, substantial education of employment and training agency
stalfs may be required to convince those who would have to use the BIB that it would
be likely to have value and to give them careful training in its proper use.

Also, 1t s not clear from the research conducted so far whether the BIB is really
picking out those individuals most likely to benefit from a particular service delivery
Process,

In fact, because high scorers on the BIB may well be persons who would be likely to
geta job even without receiving services, using the BIB as a selection tool (with a high
score selecting into the program) may actually select for service those who need it least.

Also, since the use and non-use cities in the 1979 study were allowed 1o self-select,
there 1s no reliable way to idenufy and measure what other variables may have been
operating 1 promotng a higher percentage of employment for those cities that used
the BIB scores versus those that did not.

On the plus side, the BIB has now been administered to a very large group of seri-
cusly disadvantaged individuals, [t has been refined a number of times, as have its
scoring procedures.

Access RBH has prepared a questionnaire booklet (known variously as Registrant
Record or BIB) and a scannable answer sheet. 1ts research reports contain considerable
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reliability and validity data. Richardson, Bellows, Henry & Company, Inc. is located
at 40 Connecticut Avenue, N.W., Washington, DC 20036,

Tk or Test: Colorado Battery

DESCRIBTION: Series Of tests developed by the Colorado State University Manpower
Laboratory for use in work with the severely disady antaged

Forstat: The Social decess Questionnaire (SAQy contains 89 items measuring six per-
sormanty tactors. It also contains questions about personal history. Items are cither
multiple-chowe or use a bipolar agree-disagree answer seale, This test was designed to
tap soctal and personabity characteristios that contribute to **job deviance.! Subjects
fill out the measure either indis idually orin large groups. The Work Requirements Raz-
g Scale is a 47 -item questionnaire dealing with behavior on the job and is designed to
measute the consequences of differing vocational attitudes among worker, supervisor
and emplover. The Importance Questionnaire is a test of 20 items refating to job congii~
tions or opportumties, each rated on a scale of from very important to very unimpqr-
tant. The Fmplovment Satistaction Questionnaire has 20 items measuring job satisfak-
tion on a scale tfrom very unsatistied to very satisfied (items were taken from the Min-
nesotia Fmployment Satisfaction Questionnaire). The Job Conditions Questionnaire is
an eight-page questionnaire concerning perceived work environment. The Job Expec-
tancy Rating i a single-page rating torm for evaluation by workers of six basic job
condittons. The Job Importance Prediction Scule is a 12-item scale filted out by
workers and supervisors to check for vongruencies and discrepancies between the two
groups regarding important job conditions. The Self-Acceptance Questionnaire is a 15-
iem yes-no measure of highly loaded self-evaluation items, e.g., concerning respon-
dent’s sexual behavior. The Stmutanty Scale is an 80-item checklist measuring identifi-
cation with militant or activist groups,

Al part of this battery is the revised Miskimins Self-Goal-Other Discrepancy Scale
(RMSGO), which was discussed in Backer (1972) as being inappropriate for use with
the severely disadvantaged ~and it, therefore, will not be discussed here.,

Phese forms and instruments are presented in a Research Manwal {Manpow ¢r Labo-
ratory. 197D that includes a copy of each device plus information coneerning forns,
stracture. intended use, mode of administration, and reliability and validity data.

StTaGe oF DEVETOPMENT: These Instruments were developed under funding from the
Department ot | abor and were reported in i series of final report volumes on the mul-
ttaceted research project called “Applied Programs in Manpower Development”* To
the witter’s hnowledge, they are not presently in use, and the data base supporting
them is quite himited., '

APPLICNTION . These instruments would primarily be useful as an idea source for
cmployment and tramnng agencies,

ACCEsS: Copies of the Research Viunual may be available from the Department of
Fabor or through use ot one of the computer-assisted information retrieval svstems
mentioned in the Appendis of Volume | of this Manual.

¥
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Titee oF TesT: Fundamental Achievement Series (FAS)

DescripTion: Two tape-recorded tests for use with individuals having limited reading
shills, tapping honowledge and capabilities that an applicant may reasonably be
expected to have acquired in the course of ordinary daily living

ForMAT: The FAS-Verbal 1s a 30-minute test; it measures the ability to read signs, use

" telephone directories and recognize and understand commonly used words. The FAS-
Numerical also take. 30 minutes to administer; it measures the ability to tell time, rec-
ognize numbers. understand calendars and solve numerical problems. The tape record-
ings 1nsure accurate timing and identical presentation to all who take the test, elini.-
nating examiner bias. Integrated question booklets and answer sheets are provided.
Scoring procedures and other Jdetails of administration are presented ina manual avail-
able from the test publisher.

S1aGt OF DEVELORPMENT: The Fundamental Achievement Series was developed for use
in selecting apphcants tor job-training programs and vovers the range from basic liter-
acy to shghtly above the eighth-grade level. Information on normative, reliability and
vahidity data s available in the publisher's manual.

AppPLICATION For use as a-basic sereening device in employment and training agency
SCTVICE Progranis A -,

AccEss: Available from the Psychological Corporation, New York

Tirte or Test GATB  NATB Screening Device

DESCRIPTION: A briet written test consisting of the wide-range scale of the Basic Occu-
pational 1iteracy Test (described above) for use in determining whether a particular
service applicant <hould be givea the GATB or NATB

ForRMAT: The test consists of arithmetic and vocabulary items and is scored using two
stencils. Further information on administration and scoring procedures is available in
the Manual tor the GATB NATB Screening Device (USES, 1973).

Stack OF DEviropmenT: Details on development and use of this device also are pre-
sented 1n the 1973 Muanual. These include cutoff scores to be used in determining
whether a given applicant should take the GATB or NATB.

Appricanion: For employment and training agency assessment programs where both
the GATB and NATB may be administered, to determine which test a given applicant
should take

Access: Information about availability of the test, scoring stencils and the Manual can
be obtamned from state Employment Service otfices,

[ ] [ ] [ ]
Tt of Testr: Goodwin Werk Orientation Questionnaire

DescRripTion: Questionnasre designed to measure work orientations of WIN trainees

12

17




O

ERIC

Aruitoxt provided by Eic:

Forwar: The Work Orientation Questionnane was devised (o0 measure attitudes, goals,
beliets and intentions with respect to the world of work. The questionnaire consists of
several sets of questions about work that are 1o be rated on four-step ladders* rang-
g, tor example, trom “agree’ to “disagree!” Both g selt-administering form and a
home-interview torm, with questions read by theinterviewer, have been areated.

Staok o Divirorsisg: Data have been fathered on some 1400 WIN trainees and
were Factor analvzed to vield clusters of items detining work orientations. Goodwin
(U971 suggests that, with appropriate refinement, the Wovk Orientation Questionnaire
mught be used to help WIN statt dequire more aceurate pereeptions ot their trainees’
work onentations tor subsequent use in counselmg and puicement,

APPLCATION Since this 1nstrument was developed only 1in g preliminary research
study and no estensive rehiabiliny o validiey data are avalable, it should be considered
privandy as 4 source ot idedas tor use in emplovment and training situations where
measurement of work onientation may be important.

Accrss: Copres ot the teseitreh report are avadable trom e, Leonard H. Goodwin,
The Brookings Institution, Washington, .8 20036,

-

Ltue o Test: Indik Work Motivation Scales

Descripton: Interview -format test designed to estimate work motivation

FokMmat: The interviewer reads a collection of statements and asks the interviewee
whether he she agrees strongly, agrees mildly, is undecided, disagrees mildly or dis-
agrees strongly. Also, data are collected by having the interviewee choose one of four
possible endings to untinished statements read by tne interviewer. Six areas of motiva-
tion are assessed: the motive to work, the motive to avoid work, the expectancy to
vork, the expectancy to avoid work, the incentive to work and the incentive to avoid
work. Ina research study, Indik (1966) found that these scales were modestly related to
traimng and placement success for MDTA enrollees. An important finding was that the
motivational charactenstios that seem to facilitate stable employment are not necessar-
tly those that facilitate success in training. No further work with this instrument appar-
ently has been conducted, and normative, reliability and validity data are not available,

APPLICATION: Since this instrument has received only research use so far, it would pri-
marily be a source of wdeas tor employment and training agencies concerned with the
medasurement of motvation to work .

ACCEsT Copies of the research repovt are available from Dr. Bernard Indik, Rutgers
University, New Brunswich, NJ 08903
e L L ]

Utrie or Tesi: Jorgensen Interpersonal Relationships Scales

DiscRIPHONT Iwo instruments designed tor a research study of the relationship of
interpersonal tacihity (o placement success

13
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Format: The Social Vocabulary Index consists of six scales: (1) the Self-Concept Scale,
4 20-1tem test of opinions of self consisting of statements beginning with *'lam .. .'";
responses dare chosen tfrom frequency alternatives (most of the time—hardly ever);
(2) the Selt- Acceptance Scale, a 20-ttem adjective check list; (3) the Jdeal Self Scale with
the same 1items as the selt-concept scale except that the statements are stemmed "'l
would lihe to be . i (4) Concept ut Others Scale with the same items but stemmed
Other people are . . ' (9 a bocabulary Scale designed to measure subjects' reading
comprehension: and (6) a Social Desirability Scale consisting of 33 statements about
personal behavior which the subject 1s asked to rate true or false for himself,

The Revised Interuction Scale, the other instrument used in this study, is a two-part
paper-and-pencil questionnaire that 1s used by both counselor and counselee to rate the
counseling interaction. :

StaGE oF DEvieropMest: Ina study using the two instruments with rural rehabifitation
clients (Jorgensen et al., 1968), significant differences in test scores were tound
between temales who obtained their own jobs and those who had placement assistance.
These modest results suggest some possible utility of the measures for predicting which
clients need placement seivices. No other normative, reliability or validity evidence is
available.

Arprication: Sinee this instrument has been used only in research, it would primarily
be a soyree of wdeas tor employment and training agencies concerned with measure-

ment of interpersonal relationships as a component of success in obtaining a job.

Accesst These imstruments are available from G.Q. Jorgensen at the University of
Utah, Salt Lake City, Utah 84112,

L ] L ] L ]
Trive oF Test: Mandell NYC Program Interview Forms

Descripiion: Interview forms designed to gather data about job perceptions of
Neighborhood Youth Corp (NY Cyenrollees

ForMar: Questions tor enrollees are phrased in simple language in these instruments.
Since interviews are conducted individually, the interviewer is permitted to adapt word-
ing ot questions to the respondent™s levél of understanding. The forms used include a
general section for all groups of subjects, with separate background forms tor enrollees
and supervisors and emplovers of NYC enrollees studied in this research (Mandell,
Blackman & Sullivan, 1969). One of the study's purposes was to compare enrollee per-
ceptions with those of supervisors and employers. During the interviews, data were col-
lected for the tollowing variables from supervisors and employers; skills, tolerance for
behavior variabihty, emplover-employee relationship, supervisor-employee relations
and emplovee benetits.

Staak oF DevitopMeNT: These interview forms were developed for research uses only,
and no vahdity, normative or rehability data are available.

AppLication: The potential utihity ot these survey forms tor other assessment purposes
does not seem to be very great, although they could be used in certain assessment pro-
grams tor obtaiing perceptions ot applicants regarding job-related variables.

4
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ACCESS: Copies of the research report are avatlable from Dr. Wallace Mandel] at
Wakot't Research Center, Staten Island, New York.

Ltk or List: Nonreading Aptitude Test Battery (NATB)

Descripnion: The NALB consists of 14 tests measuring the same nine aptitudes mea-
sured by the GATB. It was developed for use with individuals who do not have suifi-
cient fiteracy shilhs to take the GAIB.

Format: 'he NATB measures aptitudes in the following areas: intelligence, verbal
aptitude, numerwcal aptitude, spatial aptitude, form perception, clerical perception,
motor coordination, tinger dexterity and manual dexterity. Apparatus tests are used
for measuring finger dextertty and manual dexterity, and the other test portions are
designed for paper-and-pencit tormat. It requires about 3!y hours to complete; some
of 1ty subtests mvolve no reading or vocabulary skills at all, Others use familiar
stimulus objects with which even the most seriously disadvantaged should be familiar.
The NATB manual (US DOL, 1970b) contains information on administration, scoring

and interpretation, Paper-and-pencil test booklets and answer sheets are integrated, ]

and inachine scoring s available through National Computer Systems in Minneapolis.

StaGk oF DevitorMeENt The NATB was originally developed in recognition of the
shortcomings of the GATB for use in employment and training agency services to the
severely disadvantaged. Fxtensive normative and reliability dala are available, and
valdity studies have been under way for some time.

ApPPrICAtioN: The NATB is an instrument of choice. particularly when the
GATB NATB Screening Device is used, for seriously disadvantaged applicants in
employment and tratning agency service programs, where a general measure of intel-
lectual aptitude 1s required,

Acorss: Informaton about availability of the NATB and associated manuals and scor-
ing materials can be obtained from state Employment Service of fices.

Trree or Tst. Oral Directions Test

DEscrie tion, Direct medsure of an applicant’s ability to understand and follow oral
directions

Format- The applicant responds by marking the answer document in accordance with
istructions dictated on g cassette tape or record., 1t requires 15 minutes to administer
and s alsoavailable in g Spanish-language version.

Stact oF Deveropwest: The Oral Directions Test w s developed as an aid o selecting
more able workers among applicants hay ing a limited education and among applicants
with luntted knowledge of Fralish, According to the test publisher, it is suitable for
sefecting apphicants for mamtenance and service work in public institutions, transpor-
tatron systems, stores, hotels. ete., as well as in factories and shops. Information on
normanve, celiabiliy and validity data is available in a test tnanual,
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AppLICATION: This test may have some applicability in employment and training agen-
cies for use as a general screening device.

ACCESs: Available from the Psychological Corporation, New York
¢ o \'o.‘
TitLe oF TEsT: Picture Interest Exploration Survéy (PIES)
DESCRIPTION: A career interest inventory presemeci'in a visual, nonreading format

ForMar: The PIES 1s designed to help in the investigation of individuals’ vocational
interests and to apply this information to pursuing career goals. A PIES test kit
includes 160 color slides, 2 slide trays. 1 audio tape, 2 \ets of career reference cards. |
student-teacher manual and 50 response sheets. Colored 35Smm slides are utilized to
depict 12 specific ceveers within each of 13 career clusters. The career-cluster system is
based on the Occupational Qutlook Handbook and is cross-referenced to the Dictio-
nary of Occupational Titles. Each slide shows a worker's hands performing a task con-
sidered to be representative of a particular occupation within a career cluster. Users
indicate interest in a particular career by circling the number of that slide on their
response sheet. The survey may be administered individually, in a group, or self-
administered. Users may deterraine their own **score,” or interests, by simply counting
the number of items they circled and then determining which career cluster contained
the most items marked. Because hands are depicted performing tasks, the developer of
PIES claims a minimum of distraction or bias in occupational selection due to physical
attractiveness ot the workers or ethnic, sex or racial characteristics.

StadGk OF DEviELopMENT: PIES has been developed primarily for use with adolescents,
and a validation study (Eubanks, 1977) was conducted using this population. Norma-
tive, reliability and vaiidity data are available in Eubanks’ report. Validity in the
Eubanks study was assessed using a concurrent measure (comparison with other voca-
tional interest test scores), and there is to date no concrete evidence as to the actual effi-
cacy of PIES in predicting career selection or facilitating the career-couaseling process.

ArpLICATION: Employment and training agencies dealing with youth service programs
might consider using PIES as a career exploration or counseling tool although it lacks
clear validity data.

Access: PIES 1s available trom Education Achievement Corporation, P.O. Box 7310,
Waco, Texas 76710,

Tine o Test: Program for Assessing Youth Employment Skills (PAYES)

DEscrIPTION: A battery of seven tests designed specifically for use with disadvantaged
yvouth i guidance counseling

FORMAT: PAYES consists of three separate booklets: Booklet ! contains three atti-
tudinal measures: Booklet 2, three cognitive ones; and Booklet 3, a vocational interest
mvertory. Jub-holding skills, attitude toward supervision and self-confidence are the
three major attitude areas covered. Cognitive measures of job knowledge, job-seeking
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“skalis and practical reasoning are also surveyed. The measures are designed for adoles-
cents and young adults with low verbal skills; pictures help to clarify many of the ques-
vons presented. The pictures in this **unisex’* test battery are designed so that all items
arecqually appropriate for males and females.

PAYES is admumistered orally to small groups in an informal manner. Students mark
their answers directly 1 a test booklet. The measures are scored locally, using scoring
directions provided, so that couns=!ors can get quick score results,

StAaGE 0F DEvELOPMENT; PAYES 1s based on a series ol research and test-development
studies, undertaken by Freeberg and his colleagues at Educational Testing Service,
resulting in thedevelopment and experimental application of the “ETS Test Battery for
Disadvantaged Youth! described in Backer (1972).

The onginal test-development effort, sponsored by the Department of Labor, began
with a logical analysis concerning test format (Freeberg, 1968). Backer (1972) reviews
these test-deselopment procedures. Subsequent research included developing criteria
for test validation (Freeberg & Relly, 1971) and a longitudinal validation study (Free-
berg, 1974; Frecberg & Shimberg, 1976), Results from validity studies to date have
been modest, but available evidence does suggest that the measures may have some
potential tor use i gwdance work with disadvantaged youth,

At the present ime, arevised version of a user's guide for PAYES is being prepared,
as v techmcal manual that will provide a fairly comprehensive discussion of the
rationale tor the test constructs and their design. This manual also will summarize
results obtained i the vahdity studies mentioned above. Four of the seven measures
Gob hrowledge, job-holding shills, job-secking skills and self-confidence) are currently
i use nationwide by the U.S. Department of Labor for program evaluation purposes
with longitudinally: obtained samples of youth program enrollees. The evaluations
melude collection of post-program outcome data and, thus, provide an opportunity to
develop Larger seale norms and to look at predictive validities for the four measures.
Updated validuy intormation will be ted into subsequent revisions of the technical
manual

APPLICATION I the user's guide for PAYES. it is explicitly stated that the battery
should not be used 1o determune program participation, nor is it to be thought of as a
substitute tor counsehing but rather as a supplement toit. The PAYES guidance battery
Ivseen byats developers as a tool that deals with aspects of basic employment training
constdered essential in more socational and work training programs. Further validity
data will be needed m order to establish that PAYES can have a significant impact on
pudance decistons

Acciss The test batters, administrator™s manual and user's guide are available from
Cambridge Book Company, New York.

Livte oF Tist Nelf Interview Chech List (SICL)

DEscrirnion Vocational iterest cheehlint tor use i the Clett Job  Man Matching
Svatem
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ForMat: Examinees complete this checklist without supervision, indicating behavioral
units of work (conceptualized along the dimensions *‘things, people and ideas') they
like best and dislike most; then they indicate those they have done most and those they
have done least. The checkbint is scored to produce two applicant profiles: one describes
activities preference, the other activities experience, arranged according to 16 dimen-
stons of work. Results can then be compared with data on the characteristics of the
jobs, organized along the same basic dimensions.

STAGE OF DEvELOPMENT: Initial development of the Job - Man Matching System and
the SICL are described in Clett & Hecht (1971). Conceptual underpinnings of this sys-
tem, and its application 1in a number of settings, are given in Cleft (1977). The latter
publication includes details on several validation studies that have been completed
using the Job *Man Matching System. Reliability data also are provided. Information
is given on an operational system for the Cletf Job/Man Matching process thal
includes computer analysis and profiling of results, based both on information gath-
ered about appheants from the SICU and information collected about jobs. Uses of
this approach, with a number of adaptations as required for local circumstances and
different types of clients, are given for an employment and training agency (City of
Cincinnat), private industry, and an adaptation by PREP, Inc. (see description of
COATS, below). A separate validation study of the Job/Man Matching System
(Nathanson, 197%) alvo s described.

APPLICATION: The Cleftf Job Man Matching System (CIMS), and the Self Interview
Check List (SICL), which s the basic instrument for gathering client data, have
received sutficient research attention to be ready for operational use in employment
and training settings. The reader 1s referred to the description bslow of COATS for
what is perhaps the best-developed application of this approach.

Access: Avatlable from Dr. Samuel Cleff at the Center tor Human Technology,
Princeton, New Jerses

Tiree oF Test: Tolerance for Bureaucratic Strud ture Scale (TBS)

Descriprion: Questionnaire intended to measure extent to which an individual has a
preference tor jobs typical of large bureaucratic organizations (i.e., highly structured
jobs)

ForMat: The Tolerance for Bureaucratic Structure (TBS) Scale was developed as part
of a study designed to create conceptual and operational tools for achieving a more
accurate match of persons to jobs. The TBS Scale is a self-report questionnaire with
43 wems written in simple Enghsh. Sample items are, **1 would like to have a job where
I vould set the hours' or **It evervbody obeyed the rules at work, there would be fewer
acuadents " Each item is rated on a tour-point scale (strongly disagree-strongly agree).

STAGE OF DEVELOPMENT: [In some preliminary validity studies, significant, although
modest, correlations were obtained between bank employees® TBS scores and ratings
by supervisors Some further validity data from employment and training apptwcations
of the TBS Scale are contained in a test manual available from the instrument pub-
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hsher  This manual also provides intormation on test administration and normative
and teiiability data General hachground on the IBS Scale and the concepts underlying
itare vontained m Baker et al (1974).

ABPLICATION 11ty present stage of developntent. the Toleranee for Bureaucratic
Structure Svale s probably not ready tor operational use in emplovment and training
settings but could serve as a valuable source ot tdeas or could be used as a counseling
tool, especially with respect to job Opporttities requiriig a person to adjust to a high
degree of structure and bureancrane regulation,

AcCess: Available trou the Center for Policy Research, New York
[ ] *® [ ]
Tiie or Test: Ineng Rating Scales

Discript1ON: Short seales for measuring selt-perception, locus of control and need for
achievement

Formar: The Tseng Rating Scales wers des cloped in three related studies designed 1o
investigate relationships between work-related characteristics of vocational rehabilita-
ton trainees and personahity variables. Locus of control was measured in Tseng (1970)
using the Rotter Internality-Externality Scale; need for achievement was measured in
Tseng (19724) by the achievement scale of the Edwards Personal Preference Schedule;
and self-perception in Teng (1972b) using a rating scale devised by the investigator.

StAGE OF DEVELOPMENT: Each of these studies related scores on the test instrument
wsed to variables such as job proficiency, employability and training satistaction of
rehabiditation clients. Some efforts were made to adjust for low reading levels or lack
oftest expenence by participating research subjects (e.g., via individualized testing ses-
stons), but the researcher achnowledges that these measures have relatively little to rec-
ontmend them for use with serioisdy disadvantaged individuals., Correlations between
testscores and performance eniteria are quite modest.

APpHICanion: Both because of limitations in use of these instruments with the severely
disadvantaged. and because the resulis obtained by Teng are quite modest, these scales
probably can serve anly as a4 source of ideas for application in employment and train-
g settings

At s\-\ Available trom MS. Taeng at West Virgiig Umiversity
[ ] [ ] [ ] l
Tine or T Vocational Opinion Index (VOI)
Discription . Short paper-and-peacil instrument used to measure iob readiness

Formar The VOI consints of SR items which can be answered in about 20 minutes, It
can be adminstered either i group settings or mdividually. Anvone who can read
EFnglish or Spanish at the htthegrade level should be able to respond meaningfully to all
the questions  There are 1wo forms (Forms A and B) of the VOI available in both
English and Spanish There are also A and B torms which can be used tor tollow-up
otice the person has lett g iramming program.
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Because of the comples computer scoring required by the VOI, Associates for
Research in Behavior, the test publisher, has established a scoring service, Completed
VOIS mailed to Associttes tor Research in Behavior will be seored and a diagnosis
report will be mailed back wittun 10 dass. Each respondent’s answers are added to the
data base so that diagnoses provided use the most up-to-date data available.

StaGt oF Devetoemist: The VOL s the product of a series of research studies con-
ducied by the Associates tor Research in Behavior (Wolt, Jackson & Finegold, 1971;
Benson & Whittington, 1973; Benson & Whittington, 1974),

Fhe VOI deternnines an individual’™s job readiness by assessing three psychological
dimensions: ‘

® Astractions (o work
® | osves assovited with obtaining and maintaiming a job
¢ Barriers to employment

For those individuals who score Tow on job readiness, the VOI also provides a diag-
nosiy ot reasons contrtbuting to the individual®s classification as a potential non-
worker. This diagnosis can be used to develop a remedial preseription to help an indi-
vidual develop a more work-relevant posture and attitude.

The VOI was designed, tested and normed specifically tor a disadvantaged popula-
tion. Norms are based on the responses of over 2,000 males and females from 13
MDIA centers across the country. The normative sample was comparable to the
national MDIA population with respect to age, sex, race/culture and education.

Arpricanion: Although the vahdity data on the VOI are still quite modest, it may have
some operational utility in certaim emplovment and training settings.

Access: Avatlable from the Associates for Research in Behavior, Inc., 34th & Market
Streets, Philadelphia, PA 19104

o o o

Lty of Test: Work Relevant Attitudes Inventory (WRAL)

Discripiion: instrument for use in evaluating the eftectiveness ot employment and
LranIng programs

Forsmat: The WRAL grew out of a larger research program concerned with the effec-
tiveness of selected NYCO programs (Walther, 1970). The test comsists of 26 items
arranged mnto three seales: optimism, self-confidence and unsocialized attitudes.

StaGk oF Deviropsmest: Walther (1975) reports the use of the WRATLn two longitudi-
nal studies: (@) a study of out-ofschool Neighborhood Youth Corps (NYC) programs
1 tour cines ivolving $02 subjects and in which the WRAI was administered three
times; and (b) s study of the second demonstration of a New Educatonail Program
(NEP-2) m five emplovment and training programs involving $26 subjects. Results
indicate that the WRAL was able to ditferentiate between subjects making a **good™
and a “poor’ adjustment to work, that the change in WRAI scores while participating
i the NYC program was i a positive direction tor subjects making a “*good’* adjust-
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ment to work, and negative tor subjects making a **poor’’ adjustment. Further infor-
mation on reliability and validity 15 available in Walther (1975). The author feels that
the WRAI can be used both as a measure of program effectiveness in manpower service
delivery systems and as a help in diagnosing the needs ot new program participants.

APPLICATION: Sufficient reliability and validity evidence is available to permit consid-
eration of the WRAI for use as a diagnostic tool as well as an assist to counseling.

Accrss: Walther (1975) includes a copy of the WRAI, and the report is available from
the author, Dr. Regis Walther, at George Washington University, Washington, D.C.

WORK SAMPLE SYSTEMS

Background. Work sample approaches for assessing job-relevant characteris-
tics of severely disadvantaged people have received much attention in the last
few years. Developments have been reported in the popular press (newspapers,
Business Week magazine, etc.): work sample systems such as those developed
by J.LE.V.S. and COATS are now being used by employment and training
agencies across the country.

The work sample technique has been traced back to the beginning of this
century. Hugo Munsterberg built a model streetcar to use in selecting streetcar
operators in 1910 (Hoffman, 1969). After World War 11, the Portvillez school
in Belgium evaluated the potential of disabled soldiers for trade training by
having them briefly try out activities in the available trade classes. In rehabilj-
tation ot the physically or mentally handicapped, pioneer development efforts
at the Institute for the Crippled and Disabled (ICD) extend back to the 1930s.

At1CD, staff members first used standardized tests as part of rehabilitation
counseling about 1930. They discovered that most physically or mentally
handicappeda people performed poorly on these tests and often were errone-
ously deemed unemployable. Such aptitude tests usually emiphasized speed,
accuracy and types of life experience that were ‘neither within the sphere of
competence of the handicapped nor particularly relevant to the types of jobs
that they might actually hold. ICD thus began developing work samples as an
alternative means of evaluating the vocational potential and rehabilitation
needs of its clients.

In principle, all work samples represent activities or components of activities
abstracted from actual job tasks. Many work samples are highly similar to real
Job tasks and simply substitute job production tools and materials for paper-
and-pencil tests or special test apparatus. Thus, tor example, a work sample
designed to appraise manual dexterity for a production-line assembly job
might require that the examinee assemble nuts and bolts or electrical compo-
nents in a certain sequence. Even though materials and procedures may not be
tdentical to what the examinee would be doing were he placed on an actual fac-
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tory assembly hine, the work sample nevertheless s tar closer to the reality of
work thana paper and-pencil test intended to measure the same ability,

Some other work sample svstems deseribed nere utilize a ditferent approach:
although medasurement 1s based on observing behavior as in the above deserip-
tron, the tashs required in the sample may actually be abstracted from real job
tashs, so that the samples do not especially resemble the jobs tor which they
are measuning traits. Although work sample systems of this sort have lower
“tace vahdiny ' (that s, resemblance to real jobs which, among other things,
cannerease client aceeptance of and motivation for assessment), they can per-
mit measurement that is more clearly related to whole groups of jobs and job
shalls, suchas those m the DOT.*

I'he development of standardized work samples for use in appraising work-
relevant characteristies is basically the same regardless of the job types or the
chient population of interest. Occupational areas are selected, particular jobs
analyzed in order toadenufy their functional componenis, and work sample
taskhs devised that will represent some or all of these activities. The job analysis
itselt mas be performed through questionnaires sent to employers, interviews
with supervisors or actual observation of the job-in-process. Development of
nornkative, rehability and vahdity data then can proceed as for any other
assesment technmigue.

Much has happened i the tield of work sample systems since the carly
cttorts mentioned above. Siee the author’s 1972 discission on this subject,
thete has been a considerible proliteration of commercial development in this
held. Hereatotal ot T3 svstems are deseribed, following the sane capsule tor-
mat.s used tor the paper-and-pencil instruments. Included are “old-timers"
suchaas TOWE R and FLENVS plus newcomers such as COATS (which actually
meludes components other than work samples i its systenm) now being very
heavily promoted tor use i employment and training agencies.

Lirie on Necrrst Comprehensive Occupational Assessment and
Training “wstem (COALY)

Discrirnion Mulnicomponent assessment syster measuring living shills, employabil-
vy aintudes. work pertornnance capabihity, and job matching

Forsat There e tour basie components o COATS: job matching, emplosability
attiiudes o work samples and hving shaills. The 10 work samiples are cach packaged sep-
aratelh e pottable contaner. PREP, Tne | the developer of COATS, estimates that it
requaes trom 28 to o0 hours to complete the entire process. Admunistration s audio-
visaal i tormat and. except tor the work sample component which does require an

oo Becaveon ot the pros aind cons ot s approach, see the papers by Dunn, Sadobshy and
Mo cts MO Damer s Yy

o
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evaluator, the evaluation procedures can proceed ather with an independent evaluator
o with the chent alone Scormg s pertormed by computer at PREP, Ing.

COALS was ongimally designed tor tse 1n employment and training agencies and in
secandary education eurdance programs. Sepatate loose-leal nanuals are provided tor
aich component These manuals contain derails regarding adminitration, interpreta-
ton eb results and suggestions tor working with ehents on eich component, as well as a
sumnnary of the research studies and des clopmental methodology used for each com-
ponent A sepatate manual also s provided for cach work sample.

Format of the svstem's tour principal componentsas as follows:

[ Job Matching System [ h. component matches the person with job and lraining
appottemities. The swatem s based on the degree 1o which workers approach or -
avord 16 specihic skl categonies. The chient ases the program to identify his own
preterences, expeniences and capabilities in three stages:

L dwesseenr - Fitteen audiosispal cartndges present photographs and drawings
depicting activiies trom each ot the shill categortes. Five cartndges deal with
worker preterences, hive with experience and five with capabilities.

b Preseripnion The client uses the intormanon gained during rthe assessment
plase 1o plan and pertorm acnvities designed 10 help him tearn about himself
andjob requirements These activities are vontained in a Student Handbook,

¢ Evaluanion The chient carries out the previously planned exercises and plots his

PHOZICSS.

ts

tmployability Attitudes Svatem - [n this component, the client determines what his

attitudes and behaviors are and compares them with the atritudes that emplovers see

A bemg important tor the g, promoting, or firing of an emplovee. Thirteen

b seehimg athitudes and 23 job-heeping and Job-advancing categories are used,

deann with three stages.

£ Avessenenr Sy gudios sual carindges contaimng what the developer calls 25
real e adventures are used.,

b Prescriprion Exercises w the Student Handbook help the client interpret the
results and compate his tesults with cmplover data.

< dvwiation Chents heep track ol their arntude development by charting their
ctaties on Learmmy Activany Maps. Criteria tor sticeesstul completion ot the

AP HIES LU 2rven

' Work Samples System Presently the COALS centans 10 work samples that were
dereloped on the basis ot content analysis ot tashs common o job tamilies: Draft-
e, Clernral Orhce, Metal Construction: Siles; Wood Construction: Food Prepa-
ratten, Medical Services, Travel Services; Barbering-Cosmetology; and Small
Poeme The wame thiee staes are mnvolved in the system:

o Anewmens Insttucnions e contiuned 1 audios sl cartridges. Each work
sple contans occupational itormation which s used to elicn the degree of
Dentmrerest m o the waonk sample. The instrucuons are given m a step-by-step
mannergnd the carrrdee stops when st tiash s to be performed.
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b. Prescription—Atter computer scoring, the chent uses a Student Handbook to
interpret his results.

o. Evaluation—The chent further investigates jobs related to preterred work sani-
ples and pertorms additional job-related tasks that were notincluded in the work
saniple.

4. Living Skills System -~ Fhe component deals with what shills are needed to be tunc-
tonally hterate m contemporary society. The program classifies literacy into skills
(reading, writing, computation, problem solving, and speaking-listening) and
hnowledge areas  (consumer economics, occupational hnowledge, community
resourees, health, and government-law), and has three phases:

a. AAssessment --Six cartridges containing 18 “adventures™ are used to evaluate lit-
eracy skills and knowledge areas.

b. Prescription -~ The skl and hnowledge areas are reported to the clientina Sx §
matrin. Weahk areas aredentitied using a Student Handbook,

¢. Evaluation—Individualized objectives are established and the client works
toward raising his literacy levels where necessary.

SraGe oF Devitopmest: L och (1977) deseribes the initial impetus for development of
the COALS syvstem as PREP, Inc.'s awareness that no comprehensive system existed
that could provide assessment information across the areas the system now represents.
COATIS incorporates Cleff's job  man matching system, the Adult Performance Level
(APL) measure of functional literacy, and data on work sampling developed by
Project CARELER. The onientation of COATS' developers from the beginning was to
mahe the best use of what was already known in the area of vocational assessment and
to employ an audiovisual format wherever possible. Details of the development of
COATS is available in Loch (1977) and in several research reports published by PREP,
_Inc.

Evaluation of the COATS system thus far has been relatively informal, mostly clini-
cal estimates of the utility of the system by users. Selected components of the COATS
system, such as the Cleff job man matching system, have been subjected to more
extensive evaluation (see descniption of Cleff system above).

APPLICATION: The COATS assessment system has been carefully designed with atten-
tion to the best of what 18 known about client assessment, is specifically intended for
cmployn]cnt and tramming populations and makes good use of audiovisual materials
that may be more appealing to the severely disadvantaged than traditional paper-and-
pencil testing. 1t is probably the most complete approach to client assessment now
commerciallv available but s also of potential value in that each of its main four-
system components can be used independently. Indeed, the writer has evidence from a
number of 1cal employment and training agencies that independent units of COATS
are now being ncorporated 1nto assessment programs, and it is suggested that any
agency comsidering the implementation of COATS determine first whether the entire
system s required, or only part of it. PREP, Inc. provides computer processing of
assessment reyults and tramning in the use of the system tor a fee.
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One important caution s that, despite high face validity, the entire COATS system
has not yet been evaluated, so 1ts overall eftectiveness remains spegulative,
Accrss: Available from PREP, Ine , Trenton, NJ
® ® ®
ik or SysieM: Hester Evaluation System
Descripnion: Battery of psychological tests used 1o measure vocational potential

Format: The Hester Fvaluation Svatem is a series of 28 psychological tests, grouped
into seven tactors and based on the Dictionary of Occupational Titles analysis of
worker traits required tor ditterent hinds of jobs. The system’s develupers suggest that
about tive hours v reguired to complete all of the-testing. The client completes 28
paper-and-pencil tests, atter which computer georing is available through Chicago

Goodwill Industries,

The score groups are as Tollows: unitaterat motor abitity, bitateral motor ability,
perceptual-motor coordination, intelligence, achievement and physical strength, A
number of standard psyehological tests are used as part of this battery, and most do
not require reading abilities since they are not verbally oriented tests. Once testing is
complete (including interview input on the client’s orientation towards people activities
at work), data are input to the computer, and a report is returned to the counselor. This
reportincludes a printout ot worker trait groups identitied as likely matches, based on
mtormation supphed about the chent, and a selected list of job titles together with their
physical limitanions, workimg conditions, GED, ete. '

Reluability and validity data are available in the Hester manual, although the amount
of validity evidence presented directly is very limited,

Siaak or Devieropmest: General information about the Hester Evaluation System is
available in Taylor (1977).

Appricatton: The Hester Fvaluation System provides considerable information
regarding clients” psychophysiological and perceptual-motor characteristics. The ex-
tent to which this informanon would be directly usetul in employment and training set-
tngs, even given the Goodwill computer report printout of worker trait groups and
specttic jobs, would depend upon what kinds of clients and potential services were
included. Also of concern is the Lack of validity data on the system, although some of
the individual tests within it are well-validated psychological instruments.,

Aceess: Avattable tfrom Goodwill Industries of Chicago, I1.
® ® ®

Titte ot Sysiev: Jewish Employment and Vocational Service (J.F.V.5.) Work Sample
System

DEscrirtion: Pachage ot 28 work samples designed primarily for use in vocational
assessment of disadvantaged and physically disabled people

Forymat: The J B V.S, System was originally developed tor disads antaged populations,
The system as orgamzed around the worker trait group arrangemenis found in the Dic-
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honary of Occupational Tiles. The 28 work samples that constitute the system repre-
sent 10 ot these worker trant groups: (D) handhing; (2) sorting, inspecting and measur-
ng; (1 tending: (4) manipalating: (51 ronnine checking and recording; (6) classitying
and Bilig: Cyanspecning and stock checking: (8) crattsmanship; (9 costuming, tailor-
g and dressmaking: and 10y drattung. The samples are intended to be administered
progressively with the chent startmg with the simplest work sample and procecding in
order through the svstem to the most comples. The work samples are administered in
anenvironment which resembles areal work situation as closely as possible. Contact
with the evaluator s minnmized 1 that teedback on pertormance and behavior oceurs
dtthe end of the evaluation progess.

An evaluator's handbook s supphied with the svstem bt contains detail regarding
Kivout, admunstration and seonng ot the work samples. Most instructions are oral and
demonstrated. Wntten mstractnons are used only when reading is a typical requirement
i the worket trait group beimyg sampled

Datd generated by the 1AV S, Saten) include observations made by the evaluator
on chents as they progress through the work samples. These systematic obsersations
are made ona hst ot cearly detined work-refated behasors and performance tactors,
Observanions are made on the work sample record sheets provided with the svstem. At
the end of cach dav's work, these observations are summarized on datly observation
sheets. Binallyintormation trom the work sample record sheets and daily observation
sheets s summarized into a tinal teport torm. The final report form contains informa-
ton about the chient's tterests, aptitudes and work behavions.,

Fume spenton cach work sample s revorded on client record sheets. T addition, oli-
ent output s chedked tor ctrers Fhe evaluator's handbook detines whit constitutes
crrors e cach o the wark samples  bime m mimutes and number of errors 1s con-
verted to three poett ranng scales using the chient norms.,

Phe Laestrevision and expansion ot the J.E V.S, Svstem norms tables was published
U976 Data were vathered on 1,072 persons trom 32 taailities throughout the United
States Overall notms and ditterential norms tor sex and type of facility (Vocational
Rehabibitanion, Emplovment and Daiming, Goodwill, School and Mentally Retarded
Schoolbare now v aalabie

Purchasers of the T E V.S Svatent must buy the whole system. Individual work sam-
plesate notsupphed The svstem s sold only to facilities willing to send an esaluator to
Pluladelphing tor wone week truming program. Included in the price of the system is an
On site fratmng visie made by FE VS O vocational consultant, During this visit, the
entite Lactiny's sttt s onented to the work sample system and is assisted in the setting
up ot an ctrective evaluaton unit. fn addition, reterning personnel are taught how to
bestutdize work sampleresults

Nask o Deverorse st The fewnsh Fmiployment and Vocational Service of Philadel-
phia tise deseloped work samples aits Work Adyustment Center, a vocational reha-
bilitatron taalits  Fhroueh the 19508 and the carly 1960s, Work Adjustment Center
personnel developed approsimately 150 work samples tor use with the clients served by
thew work adinstment program. These work samples formed the basis of what was
fater tobecome the TE N S Waork Sample Svstem. The transtormation of these samples
mtorhe FE NV SOSvaem was accomphished with the supnort of the U.S. Department of
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Labor. Afler the relationship between )1 V.S, and the Department of Labor ended,
J.EV.S. became the sole supphier of the system tor the entire United States.,

Normative, rehahlity and validity dataare available from the publisher and also are
reported in several resedrch docements C(.E VN, 1968). [he test publisher reports that
more than 400 J.EV.S. Work Sample Systens are currently in use thrdughou( the
United States.

APPLICATION: Already in use m 2 large number ot employment and training agency set-
tngs, the LENV.S Work Sample Svatem would #ppear to have operational capability
tor turther apphcations, althongh the cost of uping this tairly complicated system,
which requires five to seven diavs to complete with the typical client, must be ¢on-
sidered. '

ACCEss: Available trom the Vodational Research Insfitute, Jewish Employment and
Vocational Service, 1700 Sansom Street, Philadelphia, PA 19103

[ty oF Sestem: MeCarron-Dial Work Evaluation System

DEsCRrIPHION: Seventeen work samples designed to measure neuropsychological fune-

tioming ot the mentally retarded and mentally ill

ForMar: The MeCarron-Dial svotem contains 17 separate instruments: grouped into

five factors:

L. Verbal cognitive —Wechsler Adult Intelligence Scale (or Stanford-Binet Intelligence
Scale) and the Peabody Pacture Vocabulary Test

tJ

Sensorv—Bender Visual Motor Gestalt Test and Haptdic Visual Discrimination Test

3 Motor abilities —
4. e Motor Skills Assessment: beads and bov: beads on rods: finger tapping;
nuts and bolts tashs; rod shide
b. Gross Motor Skills Assessment: hand strengthy finger-nose finger movement:
umping; heel-toe tandem walk: standing on one toot

4. Emononal - obseryational emotional inventory

S, Integration--coping, San Francisco Vocational Competency Scale and Dial Behay-
toral Rating Scale

The tests, tashs and seales (which include both commercially available instruments
and some developed especially for this system) are grouped according 1o the five fac-
tors. The WAIS and the Stantord- Binet must be purchased from their appropriate pub-
hshers: all other necessary materials are packaged by the McCarron-Dial publisher. A
bound oftset manual contains all system details tor administration, scoring and inter-
pretation.

Fhe evaluation process begins with a client intersiew and then proceeds with admin-
tration of each of the test components. Completion of assessment factors 4 and §
typrcally requires a4 peniod of placement in a work setting, most commoniy a sheltered
workshop. The first three tactors can be assessed in one day; two weeks of systematic
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observation in a work sething are needed to assess the emotional and integration-cop-
ing tactors. Administration, scortng, norms, format tor reporting and so forth are pro-
vided in the system manual

Siaak of Devtrobsest. The MoCarron-Dial b designed tor the purpose of assessing
the mientally disabled person's ability 1o tunction. It uses @ combination of widely
accepted, indimdually admimistered psychological tests, assessments ot fine and gross
motor abihty and ap estended period ot observation. No rehability or validity data are
currently avatlable.

Arbpricanion: Bacept tor emplovment and traimng agencies that might have i signitfi-
cant populanon ot mentally retarded chients, the McCarron-Dial would seem to have
hmited application although it could be a source of ideas.

Accrss: Available trom Commeraal Marketing Faterprises, 11300 North Central,
Suite 108, Dallas, TX 78231

Tk oF Sysiesm: Micro-TOWER

Descripnion: Battery of 13 standardized work samples tor assessing vocational apti-
tudes ot rehabilitation chients '

ForMar: The 13 work samples i Micro-TOWER are divided into five general aptitude
groups. Four ot the samples have alternate forms to prevent copying during adminis-
tration and tor possible use i retesting. Work samples are provided in the motor,
spatial, clenical, perception, numerical and verbal arcas. All work samples are repre-
sentative of actual work tashs that individuals being assessed might be called upon to
pertorm i i job (e.g . taking telephone messages). This system is designed ftor group
adnunistration; required instructons to clients are recorded on cassette tapes. Total
testing nme s about 18 hours. Details on scoring and requirements for training of
vocationadl evaluators are provided in manuals included with the system. A variety of
scoring and reporting forms also have been constructed for use with this system,

Stact of Diviropsmist: The Micro-TOWER system s aimed primarily at a general
rehabilitation population, but the publisher asserts it can also be used with special edu-
cation students, the disadvantaged and adult oftfenders, The work sample techniques
have been designed to measure apntudes defined and used in the Iictionary of Oceupa-
tonal Nides The results e related 1o the aptitude requirements for entry-level jobs in
specitic worker trait groups defined by DOT. A variety of normative data bases are
available, and the techmeal manual For the system includes some evidence on reliabilicy
and vahdiey . According o Backman (1977), predictive vahidity studies are still under
way, and results wall be shared with users when these are available.

Arpnication. Micro-TOWER would seem to have some potential for direct application
memplovment and tratming settings and may have advantages over some other work
sample systemns because ot s relative brevity and because it can be administered to
groups rather than justindividual chents,

Access Available trom [CD Rehabilitation and Research Center, New York, NY
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Tty oF Sys1eM: System Approach to Vocational Evaluation (SAVE)

Dise kirnion: Orgamizing tramework tor work sample type vocational evaluation of
disady antaged and disabled service recipients,

Forsmat: The SAVE Pavhage consists of a compaet manual with simple, step-by-step
istructions and a supply o} torns needed tor vocational evaluation in reference 1o 47
worker trt groups trom the Eictionary of ¢ Jecupanional Titles.

Included 1 the pachage are evaluator instructions, sample figures for tasy use of
torms, work sample operation sheets and equipment lists, norms and validity informa-
non and DOT reterence matenial. The kit includes suggested requirements for setting
up work samples to evaluate each of the DOT arcas required for a given assessment
ettort The test publisher suggests that most needed materials will already appear in
schools. evaluation tacilities or industrial arts classes. Administration of the full
swiem requtres about 140 hours, and adequate training generally is afforded by
varetul reading ot the materials in the SAVE package,

Staat oF DEvbropsi st The SAVE package was developed primarily to provide a rela-
tvety casy and imespensive wav to obtain vocational evaluation information organized
according 10 the schemas within the Dictionary of Occupational Titles. The SAVE
approach s umique in that commercially available work samples can be substituted for
many ot components, and, thus, SAVE can be used as a framework for setting up a
vocational evaluation work sample system in a variety of formats. Some limited data
onchability and validiny are presented in Cobb (1977).

APPLICvTion: The SAVE approach to voeational evaluation is relatively inexpensive
and may have some applivability to employment and training agency settings in terms
of planning and organizing a work sample-type assessment system. Evidence available
tor this tepore was too shetehy 1o indicate whether the system can be used as more than
asourve of ideas and planning tools.

Acorss: Avarlable from SAVE b nterprises, P.O. Box §871, Rome, GA 30161

L or Sysie v Singer Vocational Fyvaluation System

DEscrtEDON . Svstem containing some 26 work samples presented in an audiovisual
tormat

Forvatr A1 presenr, the tollowing work samples are contained in the system: sample
mahking, bench assembly dratting, electrical wiring, plumbing and pipefitting, varpen-
ey, refngeration heating-arr condinonming, soldering-welding, office and sales clerk,
needle trades, masonry, sheet metal, cooking and baking, engine service, medical ser-
vive vesmetologs s data caleulation and recording, soil testing, photo lab technician,
and production machine operating. Each work sample is selt-contained in a carrel and
mstructronsaare yiven using an srudiocassette tape and fijm strip format, with the client
controthing the rate ot advancement. 1 his programmed material is occasionally supple-
mented with wiitten matenial. It all 20 work samples are given. approximately three
weehs may be required for the total assessment process. Administration and scoring
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mtormation are provided 1n g printed manual bound i a loose-leat folder. Standard-
ied torms are included tor pertormance and imterest rating and for summarizing
results.

Stack or Diveropsest. The Stnger Company's involvement with the rehabilitation
and emplovment and traming tields began when it won a contract in 1968 (o aperate a
ob Corps center. Since then, a division of Singer has become one ot the leading pri-
vate aperatons of Job Coarps centers i the nation. The svstem is based in part on
TOWER (deseribed later in this section), and since its winal mtroduction in late 1971
has been adopted by approsimatels 1,000 agencies, schools and institutions. The SWA-
tem’s approach s predicated upon 4 combination of subject self-evaluation and evalu-
ator observation ot taskerelated behavior and emphasizes self-motivated learning
through permutting the evaluee a great deal of latitude in terms of pacing and the possi-
bility of repeating certan: samples in the total process if necessary,

The svstem s intended prunariy for special-needs populations (e.g., disady antaged,
mildiv retarded, physically handicapped, correctional), but may be used with non-
spectal groups as well. Since it rehes on an audios isual mode of instruction, it has spe-
ctal potential tor use with populations having limsred reading shills and “or prior aver-
sive experietive (or httle espenence) with paper-and-pencil tests. Gannaway (1977)
overviews the svstem and gives information about the as ailability of norms. Gannaway
also reports ~onme imtial rehability data but comments that no predictive validity stud-
1y an the syatem have as vet beert published. Informal evidence from actual use of the
svstem and avaliding study that was completed but not published at the time of Ganna-
wav s publication are mentioned in the Gannaway paper. Gannaway also reports that a
sietitheant resision ot the svstem is currentdy under way. This will incorporate g num-
ber of technological advances as well as improsements based on tield exnperience with
the svstem.

AbpLication: The Singer Vocational Byvaluation System would appear to have signiti-
vant potenual tor application withim an employment and training ageney serting. The
Swtem s well supported by the tesources for training and consultation of a large com-
metcul enterprse, and the audiossaal format seems particularly well suited tor per-
sans with Temited reading shatls and poor prior expeniences with paper-and-pencil tests.,
Howeser, better decsions about the system can be made atter more validity data are
avalable

Avcbss Sinper bducat:on Divesion, Careet S_\.xtbm\. RO Conmmerce Drive, Rochester,
NY [d623
e ® L]

iy o Systrs Talent Assessment Program (1AP)
Discwivtion Batters o perceptual and desterity tests

Forsiat. Bleven tests are mcluded in the ssstent: sttuctural and mechanical sisualiza-
ton, disctinnnanon by size and shape, disciimmation by color, tactile discnimination.
te dienmunanon without tools, gross destenty with tools, arcunal visuahization,
retention of stractunal and mechancal detatl, and structural and mechamcal visaaliza-
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tlon i greater depth. The tests are packaged individually with a spiral-bound offset
manual, including some details tor admimstration and scoring, The last test in the bat-
tery s tor testing the hmits with chents who pertorm extremely well on the first 10
tasks; the desveloper estimates that only 10 percent of all clients would take this final
astrument Administration is on an indis idual basis and requires two to two-and-one-
halt houts

Siaat of Diveropsest: This system s designed to provide fine details on the percep-
tual and desteriy tunchoning or chents m a vaniety of settungs, and the developer does
not clanm that the system dassesses all vocanonally significant capacities and behaviors.
I tact, the manual states that other assessment devives should be used in addition to
the LAP 10 obtain a complete evaluation of the client —on tactors such as vocational
Interests, job hnowledge, and cogmine and conceptual abilities not measured even
Andirectvan this barters .

Nornrve data are available tor high sehool student populations and for several
special populations. Some evidence on reliability is given, but there is no data available
on validity ot TAP. General mtormation about the current development of the system
Inavatlable i Nghswonger (1977,

Arpiicatton . This batters might be of some use for special application in employment
and trammimg agencies where the hind of mtformation TAP provides may be useful in
maky tranmng of placement decisions.,

Accrss Lalent Assessment Programs, 7018 Colby Avenue, Des Moines, 1A 50311

FOre or Sysirs. lesting Orientation and Work Evaluation in Renabilitation
(HOWER)

]
Discripnion Comprehensinve work sample assessment battery designed primarily for
e wath the physically disabled

ForMar The TOWER consists of over 110 work samples in the following 14 broad
ovupational groups: cenical, dratung, drawing. electronies assembly, Jewelry manu-
tacturmy, feather goods, Tettening, machine shop, mil clerk, optical mechanics, panto-
eraph eneraving, sewing machine operating. welding, and workshop assembly (Rosen-
bere, 1971

The TOWER swatenis designed primarily to estimate handicapped clients' present
shilbs, ey potennal and job traoming needs. Job-performance factors such as
speed.accutaey s mechanieal aporude, personahity vanables and attitudes are assessed.,
Aot the Later are waork habiis (neatness and industriousness), success in relation-
stips wath supersnors or tellow workers, attendanee and punctuality, work tolerance
and reacoion 1o the total work staation tability o adjust to the noises, temperatures,
adorsand acnvaines tvpical torindustnal jobs), trustration tolerance, personal groom-
i and personal hyene

Phusaddimion to providimg data about job aptitudes and shills, the TOWER sys-
tem cotsnitutes o chintcal toal that can be used 1o make inferences regarding a client’s
emetonal and atatudal adiustment to work, work -related habits and other personal
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cliaractenistios important to job success A shilled evaluator can use behavioral ob or-
vattons trom work samples i much the same way that a clinweran tses preferred psy.
chological test istiuments

Adnnunistranon ot the TOWE R svatem takes trom tive to sesen weehs, during which
tme the examinee s exposed 1o all work samples within his ot her physical and intellec-
tual capacities. The Institute tor the ¢ tppled and Disabled has used TOWER to evalu.
ate mote than 6,000 orthopedically and emotionally handicapped clients during the
past 20 vears. The Institute also has assisted other rehabihitation facilities in imple-
menting atid usmg the TOWLE R svatem, primarils through a series of training sessions
At 1CD (attended by over 280 vocational evaluators since 1957),

Stack oF Disiioesest: The TOWER 18 probably the best-hnnown work sample system
mevistenve (Rosenbery, 1974, TOWER ha been widely applied in rehabilitation set-
tngs Judiing trom testimontal evidence, the TOWER system seems to have consider-
able potential tor use i vocational evaluat:on ot the physically and mentally handi-
capped. Both chients and rehabilitation workers speak glowimgly about the utility of the
assessipent expentence and the data i gathers. However, the applicability of the system
terthe calturally disadvantaged has not been clearly demonstrated. Morcover, the em-
prical evidence beatig upon the predictive vahdity of TOWER tor vocational deci-
ston making has been, at least thus tar, somewhat disappointing.

In ane of the magor studies of TOWER'S practical utility, Rosenberg (19674) found
that TOWE R wcores were, i general, not as successtul in predicting vocational suecess
v were traming mstructors” ratng ot clients. Correlations between TOWER scores
and yocanonal instrugtors” ratings were low, rarely eweeding (19, These discouraging
hindings plus dithicutoes momplementing the system in widely varying facilities with
varving job o marhkets led Rosenberg (1967b) to conclude that **the true validity of
TOWER temaims unknown™ (p. 48). These findings temper somewhat the glowing
testimontals from rehabtlitation workers and clients.

Rosenberg (1977) presents an update on evidence available tor the usefulness of the
TOWER svatem Ultiimatels, there s msutficient evidence as to the predictive validity
of the syatem, although Rosenberg comments that 1t s ditticult to conduct research
destened tor specihic validation purposes because of the mterrelationship ot this type ot
vocattonal assessment with other aspects of the servive-dehis LIV Process,

Apprication The TOWER swstem s quite lengthy and compley, and it has been
designed primanily tor a rehabilitation poputavon. I might also be applicable in cer-
tamn employ ment and traming settings, although the issues ot administration tune, val-
thity and basie vost would need to be caretully considered.

Accrss 1CD Rehabihitaton and Research Center, 340 Fast 24th Street, New York, NY
100

Prrcy on Sysv s Valpar Component Waork Sample System

Drscrirmos Svaenr with about 26 work sansples tor use with ndustrsally mured
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Forsmat. Samples 10 the svstem include: small tools, size discrimination, numerical
NOLHIE, upper extrenuty range o motHn, cletical comprehemsion and aptitude, inde-
pendent problem solving, multleyel sorting, simulated assembly, whole body range of
motton, e lesel measurement, eve-hand-loot coordination, and soldering, The work
samples were developed and are intended tor use asindividual components and are
not erouped as nesaduation swatem. Sepatate ottset manuals are provided for each
work sample. lntormation o adnmstration, scormng and norms is available in the
manuals

Stack or Diserorsist The Vadpar ssatem provides individual work samples that
dppeat to be relativels easy to adimimister and seore. Endividual work samples could be
castiv ncorporated mte an exnting evaluaton program. However, there are difficul-
tres i that the torms and cootdinated intormation required tor use ol all the 12 sam-
ples as o ssem are not supphed  Normative information is available, and some data
on rehabihity: novalidiny data apparently are asatlable.

APPLICsTION  The Valpar would appear to be most usetul i emplovment and traihing
setiies where there are a siegntheant number of industrially injured workers to be
served  Lhen the mtormaton provided about range of motion and other factors
meluded 1o this ssstenn could be ot 1eal value,

Accrss Vadpar Corporation, 685 North Al crnon, Sute LO8, Tueson, AZ 8$716

Froe on Sysie s Vocational Intormation and Evaluation Work Samples (VIFWS)
DEscripnon Work sample sy stem especially designed for mentally retarded persons

Porsat: The To work samples m this swstemare organized aceording to the Dictionary
of Occupattonal itfes, and include samples in elemental, elerical, machine and craft
dreds o work - Fouarteen of the work samples are individually pachaged in portable
plastic cabmens Doll press and machine-feeding work samples are permanently
Inouted o wsturdy work table A comprehensive manual contaims all administrative
detids, sach as set ap. evaluator and chent instructions and scoring procedures, Com-
pletion ot the entire swatem requires 20 o 38 hours, The samples are intended to be
administered by es aluatons truned speaitically inthe VIEWS System.

VIEWS evaluates the vocanonay potential of the mentally retarded for jobs in six
Worker thut groups according to the DO, This system toctses on job areas that are
Yers common an the mitonad economs and, more lnportant, job areas where many
retarded persons have tonnd suceesstul employment. [t also separates learning of skills
From actual pertormance, and chients are tirst taught the task thoroughly, prior to per-
tormmgat ander tnimed conditions tor socational assessmeni,

Observanions are made By the evaluator ds chrents progeess throngh the work sam-
ples These vbservamans e made on a work santple record provaded with the saatem,
AL the end of cach dan s wark, these observanons are samniatized on g datly observa-
tontort Standandesed behavion obsenvations are combined with raginges 1o fewrmng,
B and qaalien o pectonmance 1o produce o well oreanized reposi,
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STAGE ob DevielopMeNT: Industrial nme standards, Modular Arrangement of Pre-
determined Vime Standards (MODAPTS), are available as well as normative data on a
client population. Thiv norm group is currently being expanded to include data from
some of the 200 VIEWS systems currently in use throughout the country. To date, no
reliability or validity data have been reported.

APPLICATION: VIEWS would be appropriate for employment and training settings
where a significant number of mentally retarded individuals are being served, although-
the system has not vet been validated.

AcCrss: svailable from the Vocational Research [nstitute, Jewish Employment and
Vocational Service, 1700 Sansom Street, Philadelphia, PA 19103

Ky

TttLe oF System: Vocational Interest Temperament and Aptitude System (VITAR)

Descriprion: Work sample svatem designed explicitly for disadvantaged applicants in
CETA programs

ForMAr: VITAS is a vocational assessment system. It includes a battery of hands-on
activities to be used in a simulated work environment. It assesses work potential in
terms of interests, temperaments and aptitades, as defined by the U.S. Department of
Labor n its Dictionary of Occupational Titles and its General Aptitude Test Battery.
Assessment requires two-and-one-half days. One work sample administrator and one
aide can assess up to five participants at a time.

The system includes 21 work samples constructed of durable, reusable equipment
and materials. Software includes report forms and a detailed manual containing stan-
dardized procedures for setting up, administering and scoring VITAS. A representative
of each facility purchasing VITAS comes to Philadelphia for a week of training with
the developer that focuses on work sample theory and technology, report-writing
skilis, recording observations, and specific instruction in the administration of each
VITAS work sample. An optional, extra-cost consultation visit by a representative of
the developer may alvo be obtained for further work in implementing the VITAS bat-
tery onsite.

There are five steps in the VITAS process: (1) an orientation interview; (2) adminis-
tration of the work samples: (3) a motivational group session conducted at the end of
the first dav of evaluation to reduce anxiety and increase client motivation; (4) a voca-
tional interest interview which gives feedback on participants® performance and pro-
vides a beginming tor the counseling process; and (5) report writing leading to final
vocational recommendations for consideration by the client®s counselor. VIiTAS relates
to 15 of the major worker-trait group arrangements in the DOT.

StaGk o Devieropment: Normative data are provided, but reliability and validity data
are not vet available.

APPLICATION: VITAS s one of the few work sample systems that has been developed
exphetly for use with disadvantaged populations in CETA programs. It has been ori-
ented speaitically to provide the kind of input and to be arranged in the kind of format
that would make 1t mavimally usetul in an employment and training agency setting.
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These advantages make 1t worthy of serious consideration by such agencies, although it
ivstllin an early stage of development and no data on its actual utility are yet avail-
able.

ACcess: Available from the Vocational Research Institute, Jewish Employment and
Vocational Service, 1700 Sansom Street, Philadelphia, PA 19103

[ J * o
Ttrer oF System: Wide Range Employment Sample Test (WREST)

DescripTion: Work sample svstem for primary use with mentally retarded and physi-
cally handicapped individuals

FORMAT: The 10 work samples are: single, double folding, pasting and stuffing; sta-
pling; bottle packaging; measuring; screw assembly; tag stringing; seratch pasting; col-
lating; color and shade matching; and pattern making. Each work sample is indepen-
dent, and a spiral-bound manual with photographs presenting system details is avail-
able. The system may be admunistered cither individually or in groups; administration
time 1s about one-and-one-halt hours for a single client; small groups of three to six
persons take about two hours. For each work sample, the manual describes the purpose
and gives the materials, scoring information and instructions. A photograph is used to
insure proper lavout. A summary-of-results form is provided to record perfusmance
and general remarks; no final report tormat is specified by the developer.

STAGE OF DEVELOPMENT: The WREST consists of 10 short, low-level tasks apparently
designed to assess mainly the manipulation and dexterity abilities of the client. The
WREST has been used primarily in sheltered workshups dealing with mentally retarded
and physically handicapped clients, usually for initial assessment before assignment to
suitable work projects. There is an emphasis upon repeating the work samples many
times to provide an evaluation of the client’s ability to improve performance under
repeated practice conditions, a technique especially useful with mentally handicapped
individuals. There are some problems in the system because of the lack of systematic
behavior observation as part of the work sampling procedure, failure to relate results
to the competitive job market, and the lack of specification of report procedures so
that the results of assessment can be conveyed back to counselors or others who would
need to use them. Some reliability estimates are presented in the manual materials, and
there are normative data but these are not identified in terms of what kinds of indiy .d-
uals are represented. No validity data are available.

ApPrICAnION: The WREST would seem to have somew hat limited utility for employ-
ment and trawmng agency setings unless &n agency were required to serve a significant
mentally retarded population. I'hen the simple kinds of tasks the battery assesses might
be relevant to job opportumties actually available in the open market. Considerable
dadaptation i terms of developing norms and making these connections to the local job
market expheit would be required for use of the WREST in an actual agency setting.

Accrss: Guidance Associates of Delaware, Inc., 1526 Gilpin Avenue, Wilmington, DE
19806
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Advantages and Disadvantages of Work Sampling
-

To date. vahdity studies ot the work sample techmque for assessing the severe-
Iy disadvantaged have been encouraging but hardly conclusive. An unresolved
question concermng the work sample approach centers on cost benefit: Given
that work sample assessment may be much more expensive and time consum-
ing than more tradittonal paper-and-pencil test battery approaches, is the
increase montormation usetul to decision making great enough to outweigh
the increased cost as compared to other alternatives?

Fhere also are questions regarding whether the success of work sample svs-
tems under experimental conditions can be repeated in routine operations. For
example, consider these alternate explorations tor positive results in a 1968
study of the LB V.S, svstem:

Lo Counselots were at the  tsetgiven a “pitch” tor the utility of work sample
assessment, which they must have believed, at least in part, since they
reterred chents to the work sample center not tor experimental purposes
but because they telt a niced tor especially comprehensive information on
eiven chients (LENVS. 1968, po 48). Thus the counselors may have had a
Usuceess set tor experimental group subjects that led them to make more
imtensive ettorts tor this group.

tJ

Part ot the benetit to work sample evaluees may have acerued from the
entra attenton they received from the experience of working tor pay over a
petiod of two weeks or from being a part of a **special”™ program. In the
BNV S study, evaluees may have been supported and encouraged substan-
tally by VISTA volunteers who went out looking tor those who did not
show up at the Center as scheduled. Increases in job productivity s the
result of such speal attention are a clissic finding of studies in work
behavior.

Lhe question then becomes: How much of the improvement in training
completion and placement-suceess rates was due to work xample assexsment,
and how much was due to program circumstances surrounding the evaluation”?
One ot the benetits clumed tor the work sample approach is the provision of
work evperience for clients whose contact with the world of work is quite
limuted. 1t this s merely a tringe benefit™” of relatively minor significance
compared to the improved quality of information obtained, then work sample
awassment may be justified. On the other hand, if it is the work experience
tselt that induces most of the improvements in training or placement success,
there may be tar less »spensive wavs ot providing this benetit, ¢.g., by elimi-
nating the cost of tre g and maintaining a work sample evaluation staff.
Or, a very small number of evaluators may be adequate tor collecting data on
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a large number of enrollees it work experience itself is the most important
aspect of the work sample. Only comparative experimental investigations can
establish the relative contributions of positive work experiences, counselors’
expectations and work sample assessment results to the overall success of a
‘work sample evaluation project.

It is important that the work sample *‘package” accurately reflect labor
market conditions of the employment and training program in question. A
recurrent complaint about available packages is that they are not adequately
tailored to reflect local realities, so that one of the important R&D efforts yet
to be undertaken is a study of how the work sample assessment technique in
practice can be made more flexible. In principle, samples can be constructed
tor any job, at least for those involving mostly physical activities and skills.
Further work needs to be done, however, in order to make this assessment
‘ strategy easily adaptable to local conditions.

Despite impressive testimonial evidence for the work sample, including its
enthusiastic endorsement by some employers, there may be some question
about the general acceptance of the technique for selection decisions. An
employer who is accustomed to a GATB profile may be very suspicious of a
work sample report based on a measurement method quite different from tra-
ditional paper-and-pencil tests. Expansion of work sample assessment, there-
rore, may depend upon efforts to inform and convince employers of the tech-
nique’s utility.

Finally, work sampling may well be most efficient for in-depth vocational
exploration rather than for specific placement decision making. Two to seven
weeks of assessment may provide much more information than is necessary for
many purposes. If, at a particular time, a given employment and training pro-
gram can place its clients only in a very restricted number of jobs or has a lim-
ited number of training alternatives to offer, the detailed information pro-
vided by extensive work sample assessment may be too costly.

A few very simple tasks may provide the information necessary to make
valid choices among only a few alternatives. The concept of the work sample
might be used, therefore, in selecting applicants to be placed on one specific
job. For example, when selecting janitorial personnel, applicants might simply
be asked to clean up a room. A supervisor-trainer can point out mistakes after
watching the applicant’s first try %nd then observe how the individual does on
4 second room. Observations may provide information useful to placement
decivions. Doubtless there are many ways in which the work sample technique
could be developed along these lines. Actual utility of such simplified work
samples would, ot course. need to be established through research study. And
when a greater diversity of opportunities is available (as when improving eco-
nomic condinons have broadened the job market), work samples used must be
sutficiently complen to permit finer discriminations to be made.
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Comprehensive information on the work sample systems discussed in this
section is available in Botterbusch (1976, 1977). Some general background on
use of work sampling systems is provided in Dunn (1976, 1977), McDaniel
(197 1, Nadolsky (1973, 1977), and Botterbusch & Sax (1977). The latter pro-
vides a useful set of considerations for the selection of a commercial voca-
tional evaluation system. Some of the issues raised here regarding cost effec-
tiveness of work sample systems are given more thorough discussion in a study
spomsored by the Vocational Evaluation and Work Adjustment Association
(1975).

PRETESTING ORIENTATION MATERIALS

For many severely disadvantaged clients, assessment is an anxiety-provoking
experience, about which they may have considerable doubt and suspicion. As
Seiler (1970) has pointed out, ligh drop-out rates during the early stages of cli-
ent participation in service programs may, in part, reflect disadvantaged appli-
cants' rejection of testing, Many of these people perceive assessment as
unpleasant, incomprehensible, or unrefated to helping them get a job, They do
not understand the purpose of testing, are unfamiliar with tests and fear
group-testing situations. Much of their fear may stem from limited but aver-
sive contacts with tests in school settings or from inability to read items or
directions phrased at too high a reading level, or both.

One partial solution to this problem is to give disadvantaged clients some
type of pretesting orientation. This experience may reduce distorting effects of
individual differences in familiarity with test content, ability to understand
directions, or rejection of assessment out of tear or lack of motivation. More-
over, it may be possible, through such pretesting experiences, to identity indi-
viduals for whom standard paper-and-pencil tests are inappropriate because of
fow reading levels. These persons may then be guided into alternative assess-
ment procedures (chinical interview, work sample, ete.) in which their handi-
caps will not interfere with an effort to identify and measure job-related
personal characteristics. Both the U.S. Employment Service and The Psycho-
logical Corporation have devised pretesting orientation materials, which are
summarized below.

L ] L ] L ]
[y oF PRETESTING ORIENTATION MATERIAL Test Orientation Procedure
Descrip tion: Practice materials designed to help applicants learn how 10 take tests

FORMAT: The Psyvehological Corporation's multimedia pretesting orientation materials
are mntended to serve as a pretace 1o any kind of vocational assessment or selection test-
ing. The aim s 1o reduce anviety and increase *'test wiseness' by offering practice in
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taking tests. The materials, designed tor group admimstration, guide the group
through a halt hour session ot eqsy test-hike exercises ina 20-page practice booklet. A
tape recording s used to provide diections and esplanations. A second 20-page book -
et with sinnlar test matenyals 1s then provided tor turther take-home practice prior to
the actual testing expetience There are five tests mall—speed and aceuracy, spelling,
vocabulary . anthmetic and ntormation. There s abso a job apphcation torm for the
mdividual to bl out

SIAGE OF DEVELOPMENT: Thewe mdterials have been wel) developed and formatted and
have been avatlable tor same years through the test publisher.

APPLICATION: AS part of a pre-assessment procedure, the Test Orientation Procedure
nught be a usetul component of an overall assessment system in an employment and
training agency .

ACCESS: Available trom The Psychological Corporation, New York, NY

THE OF PRECESTING ORIEN TATION MATERIAL: USESN Pretesting Orientation Exercises
DesCRIPHION: Miniature test battery for use in pretesting orientation

FORMAL: The evercises are administered as a series of short tests whose ilems resemble
the first eight parts of the GATB. Administration time requires about one-and-one-half
hours. The exercises ofter practice in test taking to individuals who possess minimum
literacy sktlls for taking the GATB but who may have little experience with aptitude
tests and may be unzasy about being tested. Their use in pretesting orientation sessions
will provide disadvantaged applicants scheduled to take the GATB with experience in
Rroup test taking in a nonthreatening atmosphere. The exercises are flexible enough
that they can be shortened for individuals who need only a refresher orientation to
tests, or they can be presented in tull.

STAGE OF DEVELOPMENT: These materials were developed by USES for specific use with
the GATB and have been applied in many emplovment and training settings.

APPHCATION: Although most uselul for those agencies that administer the GATB as
part ol their assessment battery, the exercises could be usefully employed as part of a
more general pretesting orentation exercise,

AccEss: Division ot Tesung, Employment and Training Administration, U.S. Depart-
ment of L abor, Washington, D¢ 20213, or through state Employment Service offices

Note: The US. Bmplovment Service has two booklets available (in both Spanish and
English) for selt-orientanon — Dotng Your Best on Aptitude Tests and Doing Your Best
on Reading und Arithmenc Tovis. A “pretesting orientation on the purpose of testing*’
framing course abvo s avarlable, comiting of an illustrated lecture discussion with pic-
tures and a prepared seript.
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Summary Chart
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Special Assessment Techniques for ll/w Severely Disadvantaged

Following 15 a hist of all the special assessment devices for severely disad-
vantaged persop.reviewed in this volume. Fach entry includes the num-
ber of the page where the device is discussed 1n the text, and there is also
& notation ot the main purpose tor which the technigue was devised and
1ts present stage of development.
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APPENDIX B
Resources for Assessment of Disabled Persons

Fmployment and training agencies today are serving more physically disabled
clients than ever before. These clients often require special assessment
approaches not needed tor most other clients. The purpose of this appendix is
to list some information resources relevant to this subject.

The Employment Service recently has published a guidebook, entitled
Placing Hundicapped Applicants: An Employment Service Handbook, for use
by employment and training agencies concerned with developing services for
the disabled. The assessment process may be set in better context by referring
to this handbook, which is available through state Employment Service offices
or the U.S. Employment Service.

The most important single resource tor information about assessment of
disabled individuals is the Materials Development Center (Stout Vocational
Rehabilitation Institute, University of Wisconsin-Stout, Menomonie, Wiscon-
sin 54751). This center provides a variety of informational products and ser-
viv srelated to vocational evaluation of physically disabled persons.

Of special relevance to assessment program developers desiring to imple-
ment v ork sample systems are two publications that have already been men-
tioned: Botterbusch (1976), 4 Comparison of Seven Vocational Evaluation
Systems; and Botterbusch (1977), 4 Comparison of Four Vocational Evalua-
tion Systems. These publications provide detailed information, including eval-
uative reviews, of the major work sample systems also described in this
Munual. Moreover, MDC has available a series of tape/slide presentations on .
13 of the commercial vocational evaluation systems that were described in the
volume (J.E.V.S., Singer, TOWER, ete.). These presentations can be loaned to
qualified users, rented or purchased.

Another important reference is Botterbusch (1976), The Use of Psychologi-
cal Tests with Individuals Who Are Severely Disabled. This helpful guidebook
is designed to provide vocational evaluators and other professionals with prac-
tical guidelines for selecting, adapting and administering standardized psycho-
logical tests to individuals who have sight, hearing and academic handicaps. [t
contains a wealth of information, including standards for making modifica-
tions and a comprehensive list of references plus addresses of test publishers.
Botterbusch is also the author of Psvchological Testing in Vocational Evalua-
tion (1978), which includes a background section on the purpose of tests and
how to select them, along with a careful review of specific tests relevant to
vocational evaluation.

The Materials Development Center also is the publisher of Work Evaluation
and Adjustment: An Annotated Bibliography 1947-1977 (Ronald R. Fry,
1978). This bibliography contains 1,296 annctations and is probably the most
comprehensive citation reterence volume in existence on assessment of the dis-
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abled. A supplement, Work Evaluation and Adjustment: An Annotated Bib-
liography, 1978 Supplement, also by Fry and published in 1979, provides a
further updating of this literature. Finally, Suggested Publications Sor Devel-
oping an Agency Library on Work Evaluation and Work Adjustment (1978)
suggests 54 essential print references in this area, including 27 available from
MDC.

The Materials Development Center offers a range of other services for eligi-
ble individuals and institutions. Those eligible to receive these services may
write in to receive loan copies of publications of the Center or of a number of
other documents contained in their library collection. No employment and
training agency considering the implementation of a work sample system in its
assessment function should fail to contact the Materials Development Center;
it 15 a uniquely valuable resource. The Center would be of perhaps less central,
but still very important, assistance whenever assessment of the disabled is a
concern of the employmen: and training agency assessment program.

Anotner important reference volume for assessment of physically disabled
individuals is Testing for Impaired, Disabled and Handicapped Individuals,
prepared by the American Alliance for Health, Physical Education and Recre-
ation (1201 16th Street, N.W ., Washington, DC 20036). This volume provides
an overview of testing concepts and then describes psychological tests in the
areas of physical fitness and motor ability, perceptual motor development and
psychomotor tests, developmental profiles, and several locally developed
assessment devices for use with physically disabled persons,

When more general background information about assessment of disabled
persons may be required. the following information sources may be of value:

1CD Research Utilization Laboratory

340 Bast 24th Street

New York, NY 10010

Michigan Rehabilitation Research Institute
1323 School of Education

University of Michigan

610 East University

Ann Arbor, ML4SL0Y

Natonal Clearing House of Rehabilitation Iraining Materials
Oklahoma State Liniversity

FESOId U.S.D. AL Building

Stullwater, OK 74074

Nauonal Rehabilitation Information Center
Catholic University

Washington, DC 20064

These are all clearinghouses funded by the Rehabilitation Services Adminis-
tration, which compile information on subjects such as program evaluation
and the vocational rehabilitation process in general.
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